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On "change" 


O kay, I admit it. When it 
comes to change, one of my first thoughts tends to be: "I wish you'd 
make up your mind!" One day you want me to do this, the next day 
it's that ... and sometimes it's both this and that on the same day. 

Change is particularly tough 
on me because when it gets "rolling downhill," guess who's usually 
standing at the bottom of the hill? Me! I'm rarely the "decider," 
but almost always the "doer." Seems like I no sooner get comfort, 
able and proficient with my job and WHAM!- a whole new set 
of requirements and expectations are dropped on me. I do like 
feeling that I'm making a contribution to this organization. But 
it's getting harder and harder to feel that way. 

Like you, I'm learning that 
continuous change and life are one and the same. But some 
changes are a lot easier to swallow than others. I'm basically okay 
with doing things differently to keep up with our competitors. But 
I do reject those changes that are sometimes required because you 
screwed up and didn't think things through. Maybe if you asked 
my opinion a little more often, that wouldn't happen. 

My biggest problem with 
change comes when you don't take the time to explain why! If 
you know why, tell me, and you'll increase the odds that I'll sup, 
port what has to be done. If you don't know why, try to find out! 

I'm struggling with this new 
business environment of ours. I'm doing the best I can, but I'm 
scared. A little more sensitivity and patience on your part will go 
a long way toward helping me cope. 

Change may not be easy for 
you, but at least you're calling some of the shots. Try walking 
awhile in my shoes! 



• • On recognition 


J've been known to say, "I 
don't want any pats on the back - just put it in my check." Well, 
don't hclicve it. It's a crock! Regard!~ ofhow I may act, I do care a 
great deal what you and othcn. think of me and what I do. 
Recognition is 1mport:mt to me. That's why I we-.rr award pins, belt 
buckles, and the like; that's why I display trophies in my home; 
that's why I hang ccrtifkatcs on my wall. 

Believe it or not, I'm looking 
for more from this Job than just a paycheck. There's got to be more, 
'cause I'm sure not gonna get rich on what I make! \Vhat do I want? 
I want to feel good about myselfand the work I do; I want to feel 
like I really nm an important part of this organization. And I tend 
to g-auge my sclf·wonh by orher,' perceptions ... I often see myself 
through your eyes. 

I fully realize that I don't do 
great work all the rime. Some days I hir the bull's-eye, some days 
I'm in rhe outer rings, <llld once in a while, I miss the target alto­
gether. I don't expect you to sec me as a rop·notch performer all rhe 
time. But I do expect to be periodically recognized when I either go 
above and beyond the call ofduty or just maintain good, solid 
performance over a long period of time. AnJ the more you recognize 
my ~ood work, rhe more good work I want to do. It's funny the \\"dY 

that works. I think it's all part of"human nature." 

I know you're often so busy 
you prob<lbly don'1 1hmk ahout recognizing me. And maybe you 
somerimes figure you don't get recognition your.elf, so why should 
you give it to others/ But ifyou'll JUSt make a greater effort ro let me 
know you apprcciare me, I'll do my OC'l>l to n.>ciprocate. And I promise 
I won'1 complain about receiVIng too much pnuse! 

Please understand how impor­
ram thiS is w me. W11lk awhile in m)' shoes. 



On performance 
evaluations 

F rom my perspective, horh 
the hesr nnd the worse thing nhout performance evaluations is that 
llu:y usually only h<tppen once a year. Why best! Bcx:ausc they tend 
to be tedious and sometimes painful processes- >imilar to ar\nual 
tripl> to l11e dentist. Why worst! Because all too often, they're the 
(mly nme I gcr any dctarled fct-dback on how well I am (or am not) 
doing. And sometimes even that doesn'r happen ~constructively." 

Evaluation> reprcsenr scary­
lond for me because they arc srrbjecrive in nature. Your opin ion is 
going to affect my future. And there are no guarantees that one 
evnluntor (and most of the time it is just 011e evaluator) really 
knows my job and how well I do it. So sometimes ( can't help but 
worry that my raring will be based solely on how well you like me. 
I worry you'll forget me good and remember only the bad. And I 
worry that my input won't be considered in rhe proccs.~. 

I understand that perfom1ance 
eva luations probably aren't the most favorite part ofyour job. But 
rhey are importanr to me ... I've gor a lotriding on them. If !Ill 
you can do is call it like you oec it, men please mukc >urc you look 
hard enough to see the true picture. 

And as you're looking, maybe 
you could consider periodically giving me a little more informal feed­
back - the kind where there's nor so much on the line. Make it 
COI\Structivc, and I'll do my bcstlO receive it constructively. 

Have strong feelings about 
performance evaluations! Walk awhile in my shoes! 



'' . . .On participative 
management" 

All things considered, I do 
a pretty decent job of managing my own life. I vote and l fl!IY mxes. 
I obey the laws (most of them, anyway). I uress anu feed my!>elf 
and probably others as well. I pay h•ll~. I manage a checking 
accounr. 1plan v;~cation~. Th~ liot goe> on and on. 1am a respon­
$ible adult with a brain! But sometim~ at work I feel I'm treated 
like I can't think or be trusted ro make ~:(xxl decision>. h happens 
more than you mi)lht imagine, and it bother~ me as much as it 
wou ld bod1er you. 

Believe it or not, I do k<.~p up 
with certain trend.. I know !hat conC<.'J'!S like "participative manage· 
mcnr," "ream;,'' and "cmpowcnncnt" arc part of today'; bu~mc;s 
scene. And lundcr..tand how they can help make husincssc.~ herrer 
and more succ~ssful. Sometimes l sec th~ rrends hap(l<!ninf;; in our 
organization- I sec employees being given the opportunity to pro­
vide input on key decisions and work processes. Somcrim~ 1don't. 

I understand !hat these trend& 
may not be e;c.y for you co accept and deal wirh. They probably 
aren't the wny things were done when you came up through thc 
ranks. And they may involve many hurd les that I'm not aware of 
and therefore can't tru ly nppreciatc. I just know that sometimes 
the chanc~ tu participate seelllS real, sometimes it's mken, and 
wmerimes a's non-extstent. 

llcrc's what else I knllw: It's 
a lot easier to fed like an important parr of rhis organization when 
I have the chance to become involved; it's a lot easier m hear 
word& like "act like you own the: bu>ines>" when you give me the 
opportunity to do so. Remember that I've got a stake in this organ· 
i::ttion's succe,.. ju,r like you do. 

Even as a manager, ever feel 
that you'd like a little mor"' say in huw things are done around 
here? Try walk ing awhile in my shoes! 



• • On how performance 
problems are dealt with 

w hen it comes to dealing 
with performance problems, I don't envy you a bit. It's got to be 
one of the biggest pains in the rear you face. You see, l've been 
there. Alth.ough my experiences have mostly been away from the 
job, I still know what it's like to deal with 11people problems." It's a 
tough thing to do. (Being on the receiving end is no walk in the 
park either!) And at work, it's a subject I have strong feelings 
about - mostly on how and when it's done. 

If I screw up, I don't expect 
you to overlook it. Just treat me with respect, deal with the facts, 
consider my side, and give me a chance to correct the problem. 
And please, don't wait for me to get into deep weeds before you 
talk with me. The sooner you bring it up, the sooner I can fix it. 
Generally, how I respond will be determined by how you deal with 
me. Talk to me like an adult, and I' ll most likely respond in kind. 
lf I don't, I'm "the heavy," not you ... and I've bought any conse­
quences I get. 

Just as I don't expect my 
problems to be overlooked, I don't expect the problems of my co­
workers to be overlooked either. Here's something you may not 
realize: Nothing ticks me off more than to see management look 
the other way while people around me "get away with murder"-· 
especially when I have to pick up the slack and carry their part of 
the load. It's unfair and 1 resent it. And my resentment will 
even tually show up in the quality and quantity of my work. 

Perhaps there are times 
when you feel like a "victim" of performance problems. Ifso, 
you're not alone. Want some company? Walk awhile in my shoes. 

on '' . ''nO Win 
situations 

E ver wrestle with the ques­
tion: "How do l motivate my employees?" Well, I've got a sugges­
tion I think will help. STOP TRYING! Instead, spend your time 
getting rid of the things that de-motivate me. And one of the top 
items on that list is "no win" situations. 

If you've ever felt like you 
just can't win no matter what you do, you know what a lousy feel­
ing it is. And it's something I experience more often than you 
might think. The plain fact is that there are times when l do what 
I'm supposed to do, and, BOOM, I get nailed for it. 

Sometimes you suggest I do 
things like "show more initiative instead of waiting to be told 
everything." So I give it a try . .. I take the bull by the horns. But 
if it turns out bad, what happens? You get on my case for not 
checking with you first! BOOM, I lose. 

Then there are times when I 
get punished for good performance. I bust my tail and do a good 
job handling tough tasks or problems, while some of my peers are 
goofing off or doing just enough to get by. So what happens the 
next time there's a tough job? I get stuck with it. BOOM, I lose 
again. And, if I happen to screw up that next tough job? You 
guessed it: BOOM! 

I know (at least I hope) that 
these actions are unintentional onyour part. But that doesn't 
diminish the level of frustration I feel. I want to do a good job, and 
I want to "win" when I do. lfl face roo many "no win'' situations, 
I'll eventually stop trying to win. Then, BOOM, we both lose. 

Please think about this. 
Walk awhile in my shoes. 



On resolving 
disputes 

Call them complaints, 
grievances, disputes, wh~rcvcr- rhe name rea lly doc.5n't matter. 
Because I'm human, it's inevimble that l occasionally have 
concerns about how I'm treated at work. Sometimes my issue.~ ger 
resolved, or they work themselves out. But ot11cr times I just end 
up living wid1 them. They affect my work, and they play a big role 
in shaping how I voew you and the org-.mization. 

Chances arc you boast of 
having an "open door policy,'' where I can come in and discuss my 
concerns "at any t ime." I appreciate the good inrcmions such a 
policy represents. But I don'r think you realize how difficult it can 
be to step through that door. Sometimes! find that you're just too 
busy to give me the attention I feel! deserve. For you, it may be 
just another problem, or perhaps just anomer "whiny employee." 
For me, it's a very omportant issue that's probably been boiliering 
me for some time. 

It's especially difficult to 
come to you when you 11re the cause of my concern. I end up 
having to go to "the person who done me wrong" In order to get 
resolution. Who wouldn't he uncomfortable with that/ Who 
wouldn't fear being labeled a "trouble maker" I Who wouldn't fear 
rhe possibility of retribution! So, sometimes I just shut up (at least 
around you) ami take it. 

There's a catch-22 here tll<lt 

I don't know how ro stop. You validly have a rlghr to ask, "How 
can I possibly resolve employee complaints if I don't know they 
exist?" But l also must ask, "How can I be expected to use a 
process I fear - or at least have little confidence in?" I wish I had 
an answer to recommend, but I don't. l only have concerns. 

Think dospure resolution is a 
tough nut to cradc? Try walking awhile in m)' shoes! 



On sharin~~ 
information 

R emember rhe childhood 
dig, "I know :.omcthing you don'r know"/ I remember it well. I 
learned at an early age that knowledge is power . And as l"vc 
grown up (or at least grown older), l"vc found d1at things haven't 
changed - especially at work. Now I frcquenrly find myself 
thinking, "You know something I don't know." And that thought 
bothers me. lr m~kcs me feel like a kid ag:~in - in a negative sense. 

Be it correct or not, my 
perception is that management often know~ a lot mor~ about our 
business than they're rcllmg. I certainly undersr<~nd that not all 
information is for public consumption. Some things m~t be kept 
confidential. Even I have deali.ngs with you that I don't wanr orh· 
ers to know about. But sometimes you take" parental, "they don't 
neL'<i to know" appro:~ch with non-confidential data. Or even 
worse, you aswmc, "they don't wanr ro be bochered with all thb stuff." 

Here's a suggest ion: How 
ahout letting me he the judge ofwhat I need or want ro know 
ahout/ I may be interested in nnorc thun you think! When you get 
information on our organization's performance, financial picture, 
quality statistics, etc., pass them along. Let me know about future 
plans for expansion mto new products and services. Share infor­
marinn about our competition and trends in our indusrry. l( I 
throw it in the 111lsh. rhnt's my choice. At least you'll have made 
nn effort to make me feel like I'm an imporr~nt pan of this business. 

And hy All means, don't r~el 
like you have ro protect me from bad news. I'm an adulr; I can 
take it. Hearing lxld news isn'r pleas:mt, hut it's no worse than 
being left in rhe dark ... and a:.suming the worst. 

Maybe you sometimes (eel 
like you don't know cvcryrhing that's going on around here. I( so, 
rry walking awhi le in my even more uninformed shoes. 



on respecting 
my time 

S o much work, so little 
time! Ifyou've ever felt there's just not enough time in the day to 
get your work done, you're not alone. I may not work long hours as 
frequently as you, and yes, I do sometimes take off as soon as my 
shift ends. But that doesn't make my time any less valuable than yours. 

I've got a job to do, and you1 
expect me to do it well. Part of my job involves doing things you 
need done. M:any times you expect me to drop whatever I'm doing 
in order to meet your needs.That 's okay if the tasks to be done ar·e 
truly important. But I get frustrated when you take a "top priority" 
approach with every assignment. Sometimes I'm still in the middile 
of one "do it now'' when you give me another one. And some­
where in all that, l'm expected to do my regular work, too. 

Ask me what I'm working on 
before you give me an assignment, and I'll be much more likely to 
believe that my work truly is important. Ask if I have a few min­
utes to discuss your needs instead of walking up and telling me 
what to do, and I'll be much more inclined to believe that time is 
a precious resource that must be respected and used wisely. Act 
like my t ime isn't important, and I'll resent it. Even worse, I just 
might follow y·our lead. 

Ever feel your management 
time isn't always respected? Try walking awhile in my employee 
shoes! 

On "loyalty" and 
job security 

I t used to be that if you 
worked hard, kept your nose clean, and were loyal to the com­
pany, you were pretty much assured of a job for life ... or at least 
as long as you wanted it. No more! 1 read the papers and watch 
the evening news. l see a growing amount of evidence that job 
security is becoming a thing of the past. The "guaranttees" our par­
ents and grandparents enjoyed (or at least thought they enjoyed) 
are disappearing. And that's frightening. It plays games with my 
mind. I feel like I'm running scared a lot. 

When I hear te:rms like "re­
• , (( • • )J "b , u , (!ld • • , , structunng, re-engmeenng, uy-out, merger, ownsiZing, 

etc., I can't help but wonder if they will happen here. I worry 
how they might affect me. That's natural ... I'm only h uman. And 
quite frankly, it's an awful thing to have hanging over your head. I 
try not to think about it and just do my job, but it's hard. 

I bet you share many of 
these same fears. It's obvious that managers are no more immune 
to changing trends than employees are. I hope that you'll be as 
sensitive to my concerns as you want others to be to yours. 

If there are times when you 
feel I need to be more loyal to you and the company,, please under­
stand that I'm struggling to define what "loyalty" means in today's 
ever-changing business world. Like you, I'm searching for some 
degree of stability- something I can hold on to - in what seem 
to be unstable times. 

And if you could find some 
way to reassure me that hard work does pay off, I'd really appreci­
ate it. It's getting harder and harder to believe. But I do want to 
believe it. 

Understand my fears. Walk 
awhile in my shoes. 



On the joys
of the job 

B efore you go assuming this 
book is nothing more rhan a "woe is me" lament, let me set the 
record straight. Then~ are many positive aspc<:IS to my job. Here's 
a list of just a few of the workplace "rum-ons" I experience: 

• 	 Doing good work rh~•r I e<m be protld of .. . and 
being rcCOJ?nized and appreciated for it. 

• 	 Having my idea> on how to improve the business taken 
seriously ... and occasionally adopted. I re.~lly like it 
when you ask, "What do you thinkr' 

• 	 I laving you trust my work ethic and competency 
enough that you don't feel the need to constantly look 
over my shoulder. 

• 	 Being respected as a decent employee, and, more impor­
tantly, a decent person. 

• 	 Being part ·of a team in which everyone pulls together 
and carries his or her share of the load. 

• 	 Making a conrribution- feeling that things came out 
different ru1d bcuer because I was involvL.J. 

• 	 Achieving an adequate balance between my job and my 
personall i ~e. 

When it comes tO the above, 
I'm goes.ing you feel !!he same way. No doubt you've already 
walked awhile m my !>hoes. 

Maybe we're not so differem after all. 



On ''tIte future '' 


I had a dream the other 
night. I was in the back seat of a car. You were driving. And nei, 
ther of us knew where the heck we were going ... or if the car 
would even keep running. That dream pretty much sums up my 
view of "the future" here at work. 

All too often, as an employee 
I feel like I'm just along for the ride. Sure, I do my part. l wash the 
windows and pump the gas. But from where I'm sitting, I see the 
steering wheel in your hands. You may not know where we're 
headed any more than I do, but at least you're the one driving; 
you're the one with the most control. 

Like most people, I look 
ahead with a certain amount of fear. I fear that I'll lose more than 
I'll gain. Will I still have a job or at least be able to find another 
one if things change here? Willi be able to maintain and improve 
upon the lifestyle that I enjoy? Will there be health and happiness 
ahead? Willi be able to handle new technologies and ever,increasing 
demands? Does management know things they're not telling me? 
Lots of questions ... very few answers. 

I also look ahead with a great 
deal of hope- hope that my fears will tum out to be unfounded, 
that things will be: even better than they are now. But only time, a 
little luck, and a Lot of hard work will tell. 

What's most interesting about 
my dream is that you and I were in the same car, traveling down 
the same road. Wherever we go, we go together. 

Steer well. And every once 
in a while, pull over, get out, and walk awhile in my shoes. 

what I ask of you 


Appreciate the fact that my work is no E asier than yours. 
I've got a tough job, too. Tasks often look easier than they are ... 
especially when somebody else has to do them. 

Don't assume the worst of M e. You don't wake Uip in the 
morning asking, "How can I make life miserable for someone 
today?" Welt, neither do I. Give me the benefit of the doJUbt and I 
will reciprocate. 

Continue to R rform your job as best you can. That will 
make it easier for me to do the same. 

A dopt the mindset that to be successful at work, you 
need me as much as I need you. 

Assume half T he responsibility for our working relation, 
ship. Ifwe work well together, take half the credit. If we don't, 
accept half the responsibility for making it better. Even though 
you're the boss, our relationship is a two,way street. 

Remember that I'm H uman. Before you judge me or 
decide how you'll deal with me, walk awhile in my shoes. 

If Y ou do, l thinkyou'll find ... 
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De<lr Employee: 

I mn every man­

ager. I'm known by many labels: owner, 

executive, depanmenr head, supervisor, 

ream leader, boss ... and sometimes a few 

less flattering ones I'd rather nor mention 

bur do kno\\' exist. 

I <1111 woman, and 

I ;1m 111<111. I'm every color, every belief, and 

every size. I'm old, ynung, and everything in 

between. I've worked here longer than you 
and not as lung as you. l am a son. l am a 

chughrcr. I'm mmried and single, <1 parent 

and without children. 1'111 :done and I'm 
surrounded by people I care about deeply. 

Like you, I am a 
human being filkd with joys, fears, frustra­

tions, and hopes. Behind my "manag~menr 
facade" I feel, I laugh, and yes, I occasionally 

hurt. And, like you, I wnnr to be understood, 

accepted, and appreciated. 

The fi>llowing 

pages arc about opening up to you - about 

sharing my feelings on jusr a few of the 

many aspects of my job and how they affect 

me. Stnne ofwhat you rend may surprise you ... 

sume may bring a laugh or two. All of these 

pages, 1hope, \\'ill encourage you to see me 

in <1 ne\\' and perhaps much different light. 

I ask that you 
receive thc!->e messages with the same level 

of compassion :md understanding that you 

\vish from me as I rend the 11 ip side of this 

book. Chances nrc \vc're not as different as 

you may think. And just mayhe you'll be 

mme inclined tn "meet me in the middle," 

where we can hegin a new and berrcr work­
ing rch11 ionship. 

Hear me. Understand me. 

Walk awhile in m:v shnes. 



0 n ''change '' 


Jf you're expecting a lecture 
on the merits of change, forget it! That's not what this is about. 
Sure, l know that constant change is a fact of life. And yes, I fully 
w1derstand that you either adapt to change or fight it in vain and 
watch the world leave you behind. But in reality, most times I'm 
as uncomfortable and downright scared of change as you are. 

Maybe you see me as the 
instigator or "perpetrator" of change. lf you do, to a degree you're 
right. Sponsoring and supporting change is one of my responsibil~ 

ities- and it's an absolute necessity in order to keep our 
organization successful and protect our jobs. But besides being a 
source of change, I'm also a victim of it. And when it comes 
"rolling downhill," I end up having to make as many adjustments 
as anyone else. 

Like you, I have comfort 
zones that give me peace and a sense of stability. And just like 
you, my cage gets rattled when I have to change my habits by 
doing new and different things. Take this to the bank: You're not 
the only one here who's afraid of the unknown. 1don't know 
what's out there any more than you do. But l do know that we 
have no other choice but to adapt, grow, and keep moving for~ 
ward. just look around. I think you'll agree. And I think you'll 
also find a whole bunch of changes that have turned out pretty 
darned positive. 

So at those times when it 
seems like I just can't make up my mind what it is I want you to 

Jo - when each day brings a different requirement - maybe you 
could cut me a little slack. l'm doing the best I can ... and I'm 
right in the middle of it with you. 

When it comes to change, 
try walking awhile in my shoes! 



On how you 
perceive me 

Somconc once said, "If you 
want to be lik<:d, don't become a boss." They were right! You just 
can't please everyone. If I've learned anything, ir's rhm no matter 
what I do, inevitably wmcbody's gonna be da~ppcJ. That's a reality 
that comes with rhe JOh. l accept it. Bm rhere\ another reality I'd 
like you to kno" about - a reality that come:. warh being human: I 
care whar you and orhcr.; rhink of me. 

Do I somcrimcs act like I don'r 
care? Sure! But with few exceptions, it'~ just that- an act. You sec, 
convincing myself rhnt I don't ca re (or ar le;ast trying to) gers me 
through difficult >ituations. It's what helps me follow through on 
what l believe w be righr when the right thing i$ also the unpopular 
thing. Ifyou're a parem. you umloubu.:dly undcl"\tand what I'msaying. 

I especaally care what you think 
about me when it com"-'> 10 honesty. integrity. ami fairness. I'll bet 
you consider you~clfa fair person. You prohably rake pride in that. 
Well, so do I. But occasionally I get a bum rap for being unfair in 
my dcahngs with employees. You hear one side of the srory­
without all the fJcts- and form an opinion ahout me. I know it 
and it bothers me, but I can't defend myself bccousc the facts are 
usually confidential. So I take the rap ... and pretend l don't care. 
But I do. 

I fully undcl"l'tand that I must 
earn your mJSt and respect just as you must e;am mine. A nd I'm 
working to do that. As J work on it, maybe you colald give me the 
same benefit of the doubt that you would wish from me. 

Before you judge me, try walk· 
ing awhile in Jn)' $hoc;! 



On evaluating 
employee performance 

Jadmit it. I have a love/hare 
alli tude about performance eva luations. I love it when you do 
great work and I get to tell you, and pcrh..ps rew·.~rd you fur your 
contributions. On the other hand. I hare it when you don't do 
great work, and I not only have to tell you, but also deal with your 
objections, disappointment, and even hostility. 

Doing performance cvalua· 
tions is a basic responsibility ofmanagement. It's necessary ro 
ensure we all get the feedback we need to keep our P<=rformance 
on track. But it's a part of the job I'm not always comfortahle 
with. Think it's easy to play judge and jury over someone else's 
work? Tnasr me, it isn't- e>pecially ifmy assessment affects )'Our 

bal<lty ... and your furure. And the more people I have to appraise, 
the tougher it gets. Lots ofsecond guessing myself; lots of rules 
and parameters to follow: lors ofwriter's cramp; and sometimes 
lots ofheated discussion. 

Most people think they do 
great work. Many of rhem arc right ... but not all of them. In the 
end, I must call it like I sec it. That's ali i can do. 

That's all you could do if you 
w.tlkt.-d awhile in my shoes. 



On selection 
and promotion 

When it comes to selecting 
people for promotions, special assignments, or the like, it's tough to 
win. Tough, that is, if I pay any attention to what the candidates think. 

Here's the scenario: Ten 
people are competing for one promotion. No matter who I choose, 
one person is going to feell made the right decis ion, and the 
other nine are gonna think I screwed up. If you're the one who 
gets selected, you'll probably suggest that 1 pay no attention to 
what the others think. Of course, if you aren't selected, you'll 
undoubtedly question my motives in making a selection that so 
many people think is wrong. Get the picture? 

There's a lot more to selection 
decisions than you might think. Sometimes it may seem that I 
merely pick the people I like. Well, here's a shocker for you: It 's 
true! But who 1 "like" is determined by weighing many factors, 
such as technical skills, people ski lls, what we need now, what 
we'll need in the future, past performance, seniority, d iversity 
considerations, interest, ability, and much more. You don't have 
to use those same criteria in determining who you like. 

So, if you're ever tempted to 

second guess my selection and promotion decisions, remember this 
simple fact: I have to live with the people I pick just as you do. 
There's no way I'd select someone I didn't feel could handle the 
job well. 

When it comes to selection 
and promotion, take my shoes ... please! 

On the "privileges" 
of management 

There's no denying that I 

occasionally enjoy certain benefits and freedoms that you don't. 


Granted, I'm usually not 
held to the same work schedule as you. Sometimes l may take 
longer lunches than you are allowed. Some days I arrive later or 
leave earlier than normal. And yes, once in a while I have an 
opportunity to mix business with pleasure - something that's 
rarely afforded to you. Undoubtedly, you're aware of other man, 
agement "privileges" as well. You see them happening, and they 
probably tick you off, right? Sure! It's only natural. What you 
may not realize, however, is that the few special benefits I enjoy 
balance out with the things I do that you don't see and therefore 
don't know about. 

How could you know? You're 
not here every time I come in early to keep up with the day's work. 
You're not here every time I stay late for supposedly short meet, 
ings that never are. You're not here every t ime I work on my days 
off in order to meet yet another deadline. And you have no idea 
how many times, out of business necessity, I must once again place 
work ahead of family, friends, and personal enjoyment. 

If, as some people say, "rank 
has its privileges,'' it can only be because "rank" also has its extra 
demands. Both come with the job. But 1 guarantee you there are 
more demands than there an:! privileges. And of those privileges I 
do enjoy, overtime pay isn't one of them. 

The next time you get angry 
about a management perk, try switching roles. Are you absolutely 
sure you'd do things differently if you walked awhile in my shoes? 



on dealing with 
performance problems 

EYeryone's gor ~merhing 
they can identify a> the absolute wor.t part of thctr job. Thi~ is 
mine. Addressing employee performance problems is rhc necessary 
evil of managcmcl\l. I hate it ... it takes a definite toll on me. 

Maybe you someurnes rhmk 
I jump on employees who have problems the fll'St chance I get. 
Well, I admit I'm not perfect. Perhaps l have reacted too quickly 
on cx:casion. Bur truth he told, I have a greater tendency to pur 
those situations off ;15 long- as I can. Sometimes I've avotded 
confronting prohlems :1[ all cos~ - unril, thar is, they became so 
serious rhat l had no choice. That'• unfair ro you, and for rhar I 
apologize. My only explanation for this is that I'm human. 

When facing an employee 
performance problem, I tend to experience two cmottons: anxiety 
and .mger. The anxiery comes from ju.t thinking ,,bout what I 
have to do. I don't like telling someone they're nor cuwng it any 
more rhan you do. My gurs ch urn, I get edgy, and I want to put it 
offand get it over with ~s soon as pm;siblc- all ar the ~arne time. 
And then I g«t angry. I didn't create the problem, the employee 
did. lie or she dtdn't live up to rheir responsibiltti~, and because 
of that, I have to go through rhi> discomfort. Yet when I mcct 
wuh the emrloycc, I'm supposed ro he calm and bu~mcsslike, and 
follow a ton ofguidelines that ensure I handle tlw issue consis· 
tenrll' and fairly. I ~cccpt that respon<ibility, but, miSt me, there·~ 
nothing easy about it! 

Just once, I'd like people ro 
understand and appreciate how tough this is on me. When it 
comes to performance problems, try walking ilwhile in my shoes! 



• • 
on "no win" 

situations 
E ver feel hkc you jusr can'r 

win no matter wruor you do! Me too! And there's no quesrion ir's a 
lousy feeling. 

Perhaps you sometimes feel 
rhar way as a result of deal in1,rs with me. lf that's the case, 1 
admowlcJge my responsibility to correct it, because everyone 
deserves the opportunity to win. But you may not realize that you 
sometimes make me feel the same way. You occasionally deny me 
the opporruntry to be a wmner. And rhat's equally wrong. 

As a manager, I've had my 
share uf "damnt-d ifyou do and damned if you don't" experiences ­
especial ly when it comes to mnking changes fur the better. For 
example: Let's say you feel ! don't adequately rcc()f:nize your good 
work. You're undersrandahly upser over somethmg I'm nor doing. 
Later, I b<:come aware of this and make a special efforr ro give you 
more recognition. But skepticism has set in and you wonder what 
I'm up to; you assume I have some hidden agcnd~. Now you're 
~1pser rh<•t I'm doing what it is you wanted in the (ir.;r place. Result: 
I lose no matter what. And because I'm only human, evenn•ally I 
may srop rrying altogether ... and probably get damned even more. 

The only thing worse than 
losing is being denied the chance to win. Think you're rhe only 
one who fuces "no win" situ;nions1 Walk awhi le in my shoes. 



On being "objective, 
consistent, and fair" 

A t times. I've hecn accuSL.J 
nf hcing aloof, stand-offish, and downright harJ to get m know. 
Well, I adm1r it ... sometimes I'm guilty as charged. Btlt beforc 
you go a~uminx that I'm nn cl1tist or maybe )u>t plain arrogant, 
I'd like you m C011'1Jer the real rea'IOn I frequently keep a Ji;,tance 
between u>: It's tough to supervise your friends. If )·ou've ever 
been placed on a lead worker po:.ition, you know cxacrly what I 
mean. 

"Bosses" inevitably muM do 
things that don't m1x well with fri~ndship. Whether ir's confronring 
work prohlc.m, doing perfonnance evaluation~. or even givmg 
recognition, it'~ difficult to be objc<:tive and f~1r when dealing 
with a pal. The more distastefu l the t~sk, the ,::rcater the likclih<xxl 
that I'Ll feel forced ro ch~e bct\wen doing my job and keeping a 
fncnd. That'~ H heavy burden for anyone to carry. Making the 
"right" chmce t<n'r as easy as it might seem. 

Equally difficult is mcctil\g 
the cxpcctallon that I be "consistent" and "fair" in my Jculing.~ 
with you. You expect boch, anJ so do my bos.es. Therein lies the 
d1lcmma. Consistency ba.ic<llly means treaung everyone the 
same, while fairness means trcaung everyone the way they 
deserve to hc treated based on their particular circumstance>. So, 
sine~: few situations I face nrc cx~ctly alih, if I'm 100% consistent 
wirh everyone, I will inevitably be unfair to oomconc. And if I'm 
100% fair with everyone, I'm consi>tent with no one; I end up 
creating people differently. No marrer wh1ch way I go, somcboJy's 
gonna !,>ripe. 11\c hcst I can do tHimply do the best I can do ... 
nnd somehow try to strike some balance between the two. I work 
unit every duy. Welcome to my world! 

Wane to know how much 
ca"er it is to .ay wobjeccive, consistent, anJ fair" than it is ro he 
rhem? Walk awhile in my shoes. 



On personal 
problems 

Most things in life are easi, 
er to think and say than they are to do. Such is the case with the 
common belief that "personal problems should be left at home." I 
know it's sometimes tough for you to do. I'm just not sure you real, 
ize that it's just as tough for me. 

When you come to work 
carrying the excess baggage of family and relationship issues, or 
maybe health or financial problems, you probably expect a little 
sensitivity and consideration from me- especially if you've 
earned that consideration through normally good, solid perfor, 
mance. You're right to expect that. And I do try to be as sensitive 
as possible- as long as those problems don't become everyday 
occurrences. But the real challenge for me is showing concern for 
you when I'm knee,deep in the same stuff ... and doing my best 
not to let it affect my job. 

You see, personal problems 
don't go away when you join management. In fact, it's often just 
the opposite. You end up with more things to worry about, more 
things potentially to get you down. And knowing that nobody 
forced me to take the job doesn't minimize my concerns one bit. 

How about showing a little 
sensitivity to me?! When it comes to personal problems, my shoes 
weigh a ton, too. 

. '' '' on saytng no 


0 ne of the hardest words to 
say in the English language is "no." It's as hard to say as it is to 
hear ... sometimes harder. Given my druthers, I'd say yes all the 
time. Most people would. It makes us feel good when we please 
others. But you and l both know that's not realistic- it's not 
always the right thing to do. Somebody has to periodically say no, 
and I got elected. 

When you come to me with 
a request, an idea, or something else you feel is important, you 
usually have the luxury of focusing strictly on your issue. I, on the 
other hand, am stuck with a much bigger picture to look at and 
evaluate. I have to ask questions like: Can we afford it? How will 
it affect the work to be done and our priorities? How will it impact 
other people? Will it be consistent with what I've done with others? 
What if everybody had the same request? and so on. And what 
may seem like one simple issue to you may be one of many com, 
peting requests or other good ideas I've received that day. You 
have no way of knowing that ... but I sure do. And I feel bad when 
l do say no and you walk away disappointed, angry, or both. 

So please keep this in mind: 
I will say yes whenever I can. lt certainly won't be every time, but 
I'll do my best to strike a balance between yeas and nays. And I 
sure would appreciate it if you'd give me the benefit of the doubt 
and assume I'm motivated by what's best for everyone, because I am. 
That includes saying no to someone else at times when their 
request would be unfair to you. 

Don't like the word "no"? 
Try walking awhile in my shoes. 



On the joys 
of the job 

8 cforc you go assuming this 
book i• nothing more than a "woe b me" chronidc, ler me set rhe 
record straight. There arc plenty ofJO~ that com~ with being a 
manager. Her~ are just a few of the ..tum·nns" that make the job 
~ansfyong for me: 

• 	 Doing good work that 1can bo: proud of ... and being 

recognized and appreciated for it. 


• 	 Watching YOU succeed and feeling that I may have 
had a little something to do with it. 

• 	 Meeting- and sometuncs heating- deadlines with­

out sacrificing quality or going crazy in the process. 


• 	 Finding out from others that you think I'm a decem 
bos.~. and, more importantly, a decent person. 

• 	 Reflecting on past actions 11nd decisions with the belief 
that I did the right thing ... no matter how uncomfort· 
able it mighr have hcen at the time. 

• 	 Making a conrrihurion - feeling that things came out 
different and better bccau>c I was involved. 

• 	 Achieving an adtoquatc balance between my job and my 
personal life. 

• 	 Being the messenger ofgood news-downward as 
well as upward. 

When it comes to the above, 
I'm guessing you feel the same way. No doubt you've already 
walked awh ile in my shoes. 

Maybe we're not so different after al l. 



on "the future" 


It used to be I didn't spend 
much time thinking about the future. Like a lot of people, I just 
worried about getting through today alive and in one piece, figur­
ing I'd focus on crossing tomorrow's bridges when I got ro them­
tomorrow. But things have changed; times have changed. Now I 
find myself wondering about the future more than ever before. 

Sometimes 1 engage in frivo­
lous dreams -like winning the lottery and living out the rest of 
my life in the lap of luxury. Yeah, right! In my more rational 
moments, however, I find myself looking forward with both 
excitement and anxiety. And that's especially true when it comes 
to my job. 

My excitement stems mostly 
from the hope that the future will produce many more opportuni­
ties for me (and you) to advance, grow, and achieve the fulfillment 
we all seek. My anxiety comes from the simple fear of the 
unknown. And, it comes from a deep concern that l may not be 
able to respond to changes that are happening in business today­
concepts like "teams," "empowerment," "re-engineering," and 
"diversity," to name a few. Some of these will be easy for me to 
implement and embrace. Others will require great change on my 
part ... and equally great patience on the part of others - includ­
ing you. 

Do I have all the answers? 
No. In fact, l usually have more questions than answers. I'll be 
feeling my way along just like you will. l do, however, know this: 
The past is gone. The future is aU that's left. 

Anxious about the future? 
Walk awhile in my shoes. 

What I ask of you 


Appreciate the fact that my work is no Easier than yours. 
I've got a tough job, too. Tasks often look easier than they are ... 
especially when somebody else has to do them. 

Don't assume the worst of Me. You don't wake up in the 
morning asking, "How can I make life miserable for someone 
today?" Well, neither do I. If you have a problem with something 
I've done (or haven 't done), talk to me about it instead of talking 
to others. 

Continue to Perform your job as best you can. That will 
make it easier for me to do the same. 

Adopt the mindset that to be successful at work, you 
need me as much as I need you. 

Assume half The responsibility for our working relation­
ship. If we work well together, take half the credit. If we don't, 
accept half the responsibility for making it better. 

Remember that I'm Human. Before you judge me or 
decide how you'll work with me, walk awhile in my shoes. 

IfYou do, I think you'll fmd ... 
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